Semelhanças e diferenças nos perfis das organizações culturais de alto e baixo desempenho na Colômbia by Gómez Roldán, Ignacio & Ricardo Bray, Rafael Guillermo
9rev.fac.cienc.econ., Vol. XVII (1), Junio 2009, 9-24
SIMILARITIES AND DIFFERENCES EXISTING IN CULTURAL 
PROFILES OF COLOMBIAN ORGANIZATIONS OF HIGHER AND 
LOWER PERFORMANCE*
IGNACIO GÓMEZ ROLDÁN** & RAFAEL GUILLERMO RICARDO BRAY***
UNIVERSIDAD DE LA SABANA
Recibido/ Received/ Recebido: 05/02/2009 - Aceptado/ Accepted / Aprovado: 20/04/2009
Abstract 
Organisational culture infl uences members’ behaviour and therefore organisational performance. The specialised literature has documented 
a variety of performance outcomes related to specifi c characteristics of organisational culture profi les. This paper reviews the similarities and 
differences existing among organisations of higher and lower performance profi les as they relate to specifi c characteristics of their cultural 
profi les. The organizations examined belong to a sample of 66 organisations located in Bogotá, Colombia. The study is founded on the 
Organisational Culture Model of Daniel Denison. This model describes and applies a theory of culture related to behaviour and performance 
from a managerial perspective oriented to the attainment of results which are critical for the survival and viability of organizations.
Keywords: Organizational culture, behavior, organizational performance, cultural profi le, performance profi le.
SEMEJANZAS Y DIFERENCIAS EXISTENTES EN LOS PERFILES CULTURALES DE 
LAS ORGANIZACIONES DE ALTO Y BAJO DESEMPEÑO EN COLOMBIA
Resumen
La cultura organizacional infl uye en el comportamiento de los miembros y, por lo tanto, en el desempeño organizacional. La literatura 
especializada ha documentado una variedad de resultados de desempeño que se relacionan con características específi cas de los perfi les 
de cultura organizacional. Este artículo analiza las semejanzas y diferencias existentes entre organizaciones de mayor y menor desempe-
ño en la medida que se relacionan con características específi cas de sus perfi les culturales. Las organizaciones estudiadas pertenecen a 
una muestra de 66 organizaciones localizadas en Bogotá. El estudio se fundamenta en el Modelo de Cultura Organizacional de Daniel 
Denison. Este modelo describe y aplica una teoría de la cultura relacionada con el comportamiento y el desempeño desde una perspec-
tiva gerencial que se orienta a la obtención de resultados críticos para la supervivencia y la viabilidad de las organizaciones.
Palabras clave: Cultura organizacional; comportamiento; desempeño organizacional; perfi l cultural; perfi l de desempeño.
SEMELHANÇAS E DIFERENÇAS NOS PERFIS DAS ORGANIZAÇÕES CULTURAIS 
DE ALTO E BAIXO DESEMPENHO NA COLÔMBIA
Resumo
Este artigo analisa as semelhanças e diferenças existentes entre organizações de maior e menor desempenho à medida que se relacio-
nam com características específi cas de seus perfi s culturais. O estudo se realiza sobre uma mostra de 66 organizações localizadas em 
Bogotá. Com fi ns comparativos, as implicações dos resultados sobre cultura e desempenho encontrados na  Colômbia são discutidas 
em relação a resultados de uma pesquisa sobre o mesmo tema, encontrados numa mostra de empresas de propriedade estrangeira que 
operam na Rússia. O estudo se fundamenta no Modelo de Cultura Organizacional de Daniel Denison. Este modelo descreve e aplica 
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uma teoria da cultura relacionada com o comportamento e o desempenho desde uma perspectiva gerencial que se orienta à obtenção 
de resultados críticos para a sobrevivência e a viabilidade das organizações. 
Palavras chave: Cultura Organizacional, comportamento, desempenho organizacional, perfi l cultural, perfi l de desempenho.
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1. Introduction
The research project that sustains this paper pursued 
the following objectives: to evaluate the characteris-
tics of the cultures existing in a sample of 66 Colom-
bian organisations located in Bogotá by means of the 
application of the Denison Organisational Culture 
Survey; and to evaluate the infl uence of those cul-
tural characteristics in a set of critical organisational 
performance indicators.
This paper focuses especially on the examination of 
the similarities and differences existing among orga-
nisations of higher performance (10 organisations 
and 568 individual surveys) and lower performance 
(10 organisations and 496 individual surveys) pro-
fi les chosen from the above mentioned sample as 
they relate to specifi c characteristics of their cultural 
profi les. At the beginning, the theoretical foundations 
on culture and performance and the Denison culture 
model are explained. Afterwards, the methodology 
is described, and the research results are exposed, 
analysed and discussed. Finally, a set of conclusions 
is presented. 
 
2.  Culture and Organisational Performance
2.1. The Concept of Culture
According to Baker, the organisational effectiveness 
literature has been increasingly emphasising the im-
portance of culture in motivating and maximising the 
value of its intellectual assets, particularly its human 
capital. Although the concept of organisational cultu-
re was popularised in the early 1980s, its roots can 
be traced back to the early human relations view of 
organisations that originated in the 1940s. Human 
relations theorists viewed the informal, nonmaterial, 
interpersonal, and moral bases of cooperation and 
commitment as perhaps more important than the 
formal, material, and instrumental controls stressed 
by the rational system theorists(Baker, 2004, 1).
A critical examination of the diverse defi nitions of 
organisational culture is beyond the limits of this pa-
per. According to Baker, many defi nitions stress the 
cognitive elements of culture, such as assumptions, 
beliefs and values, whereas other defi nitions extend 
the concept of culture to include pattern behaviours 
and artifacts. Therefore, the distinction between the 
tangible and the intangible levels of culture has ari-
sen. (Baker, 2004, 3). 
The defi nitions of organisational culture usually asso-
ciate the concept to something supported in common 
or shared among the members: beliefs, assumptions, 
values and norms. (Jacques, 1952, 25; Pettigrew, 
1979, 574; Siehl and Martin, 1984, 227; Trice and 
Beyer, 1993, 2; Smircich and Stubbart, 1985, 727; 
Walsh and Ungson, 1991, 60). For the purposes 
of this paper, the defi nition of culture suggested by 
Schein seems more appropriate. This author defi nes 
culture:
“As the pattern of basic beliefs and assumptions that 
a group has invented, discovered or developed while 
it learns to cope with its problems of external adapta-
tion and internal integration, and that has functioned 
so well to be considered valid, and consequently is 
taught to new members as the correct way of percei-
ving, thinking and feeling regarding those problems”. 
(Schein, 1985, 6).
Denison agrees with Schein in affi rming that at the 
core of the model are underlying beliefs and as-
sumptions from which behaviour and action spring. 
(Denison, 2000) In fact, Denison affi rms that cultu-
re also includes the behaviour patterns and practises 
that exemplify and reinforce those basic beliefs and 
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assumptions. The combined contribution of these two 
authors to the comprehension of what culture means 
seems to be the best suited for laying the foundations 
of a managerial perspective of it. Consequently, this 
paper incorporates the proposal of Denison because it 
theoretically and operationally integrates the tangible 
and intangible levels of organisational culture and the-
refore facilitates the articulation among culture, beha-
viour and organisational performance. This articula-
tion fi ts properly with the assumption that organisatio-
nal culture is now viewed less as a natural, organically 
emergent phenomenon and more as a manipulable 
and manageable competitive asset (Baker, 2004, 2).
2.2. Research on Culture and Performance
Because it is shared, culture drives behaviour of 
people and therefore organisational performance 
and capacity of response to the challenges of the bu-
siness environment. Actually, the behaviour patterns 
or practises in a given cultural context can establish 
the difference between a successful organisation and 
another one bound to failure. In this sense, organi-
sational culture can drive or hinder the achievement 
of a real competitive advantage. Following Schein, 
organisational culture can augment the effectiveness 
of people if their beliefs and assumptions motivate 
behaviours patterns favorable to the attainment of 
critical indicators of organisational performance.
In support of the preceding exposition, the speciali-
sed literature has documented empirically a variety 
of research fi ndings on culture and organisational 
performance. In the fi rst place, a relation between 
organisational culture and business growth (Calori 
and Sarnin, 1991) and the business global perfor-
mance was found (Denison, 1990; Denison and Mis-
hra, 1995; Kotter and Heskett, 1992). Other studies 
have pointed that the cultural effect is observed at 
the individual level in results such as commitment 
(O’Reilly et al., 1991). Moreover, organisational 
resear chers have developed cultural typologies to 
describe the successful fi rms (Cheng, 1998; Denison 
and Mishra, 1995, O’Reilly et al., 1991). Along the 
same vein, Kotter and Heskett (1992) related the bu-
siness performance average during a ten year period 
with strength measurements of organisational cultu-
re and found that, among industries, the enterprises 
perceived as possessing strong cultures usually had 
superior average levels of return on investment, net 
income growth and positive change in stock price. 
Similarly, Gordon and DiTomaso (1992) discovered 
that the performance of insurance companies increa-
sed to the extent of the internal consensus existing 
about cultural values. Denison, from qualitative and 
quantitative evidence, also affi rmed that the consen-
sus around cultural values augmented the organi-
sational effectiveness (Denison, 1990).
As it was clear, the above mentioned studies tend to 
understand culture as a competitive asset susceptible 
to be measured, intervened and managed in terms 
of performance rather than a natural and organica-
lly emergent phenomenon. (Baker, 2004, 2) On this 
matter, Schein contends that leadership is essential 
nowadays for the creation, management, and once in 
a while, for the destruction and reconstruction of or-
ganisational culture. In fact, this author stresses that:
“The only matter of concern for leaders to do is to 
create and manage culture and… the unique talent 
of leaders is their ability to understand culture and 
work with it” (Schein, 1992, 5).
The Denison culture model is placed within the descri-
bed theoretical vein that sees culture as a competitive 
asset susceptible of measurement, intervention and 
management in front of organisational performance. 
This theoretical and practical bias obviously defi nes 
and limits the scope of the analysis and interpretation 
of the research results examined in this paper. 
 
3.  The Denison Model for the Diagnosis 
     of Organisational Culture1 
According to Denison, to provide leverage for orga-
nisational change the concepts and analytic strate-
1 The description of the model draws extensively on Denison D. (2000.) 
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gies of culture research must be relevant to the na-
rrow range of priorities of managers and must be 
presented in a style and form that are as instrumental 
and oriented to results as managers are. Denison 
also proposes that in order to convince managers 
about the instrumental value of culture they should 
be aware of the evidence that links culture and per-
formance, understand the impacts, both positive and 
negative, that culture has on their own business, and 
quickly link culture to their own behaviour.
As stressed by Denison, cultural assumptions and 
beliefs expressed themselves in a series of observa-
ble and measurable behaviour patterns or practises. 
Those behaviour patterns in turn drive performance 
and its results. Because they are quantifi able; those 
behaviour patterns can be correlated with critical or-
ganisational performance indicators. In this regard, 
Fisher affi rms:
“So when your interest is in the realm of results, De-
nison argued, it is both practical and appropriate to 
approach culture via its most obvious dimension ... 
the way people act!” (Fisher, 2000, 45). 
The model is based on four cultural traits that have 
been shown to have a strong infl uence on organisa-
tional performance: Involvement, Consistency, Adap-
tability, and Mission. The underlying beliefs and as-
sumptions of any organisational culture result in orga-
nisational practises (or behavioural patterns) that are 
observable and that are represented by the four key 
traits. According to Denison, the ideas about the four 
cultural traits came from and popular management 
literature. What is unique about the model is that it 
brings these concepts together, and presents them in a 
form that links managerial actions, cultural traits, and 
underlying assumptions into a framework based on 
research about what impacts performance. (Denison, 
1984, 1990, 1996; Denison and Mishra, 1995, 1998; 
Denison and Neale, 1996; Denison et al. 2002). 
The quadrants of the model depicted in graphic 1 
represent the four basic traits of any organisational 
culture. In turn, each quadrant includes three in-
dexes of behaviour patterns or practises connected 
with each one of the traits. Traits and indexes are 
shown in terms of the underlying dimensions of fl e-
xibility versus stability on the horizontal axis and of 
the external focus and the internal focus on the ver-
tical axis. Each index is measured through fi ve sur-
vey items. Denison’s research shows that the highest 
performing companies are those that show strength 
in all four areas. (Mobley, Wang & Hungi, 2005). In 
Fisher´s opinion: 
“They have developed cultures that fully address the 
paradoxical demands facing them.”(Fisher, 2000, 47).
This model has been developed from a series of re-
search efforts undertaken during more than twenty 
years in more than 3,000 organisations and with more 
than 100,000 individuals surveyed. (Denison, 1990; 
Denison y Mishra, 1995; Denison y Neale, 1996).
 
The four cultural traits of effective organizations are 
briefl y described below with references to their foun-
dations in the organizational studies literature. 
3.1. Involvement
Effective organisations empower people, organise 
around teams, and develop human capability (Bec-
ker, 1964; Lawler, 1996; Likert, 1961). Organisatio-
nal members are committed and feel a strong sense 
of ownership. People at all levels feel that they have 
input into decisions that will affect their work and see 
a direct connection to the goals of the organisation 
(Spreitzer, 1995). This trait is measured with three 
indexes: Empowerment, Team Orientation, and Ca-
pability Development. 
3.2. Consistency
Effective organisations tend to have “strong” cultures 
that are highly consistent, well coordinated, and well 
integrated (Davenport, 1993; Saffold, 1988). Beha-
vioural norms are rooted in core values, and leaders 
and followers are able to reach agreement even with 
diverse points of view (Block, 1991). Consistency is 
a source of stability and internal integration resulting 
from a common mindset (Senge, 1990). This trait 
is measured with three indexes: Core Values, Agree-
ment, and Coordination and Integration. 
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3.3. Adaptability 
Adaptable organisations are driven by their custo-
mers, take risks and learn from their mistakes, and 
have capability and experience at creating change 
(Nadler, 1998; Senge, 1990; Stalk, 1988). This trait 
is measured with three indexes: Creating Change, 
Customer Focus, and Organisational Learning. 
3.4. Mission
Effective organisations have a clear sense of purpose 
and direction, defi ning goals and strategic  objectives, 
and expressing a vision of the future (Mintzberg, 
1987, 1994; Ohmae, 1982; Hamel and Prahalad, 
1994). This trait is measured by three indexes: Stra-
tegic Direction and Intent, Goals and Objectives, and 
Vision. 
In summary, the model measures four basic organi-
sational culture traits:
“1. Mission—the degree to which the company 
knows why it exists and what its direction is;
2.  Involvement—the degree to which individuals 
at all levels of the company are engaged in and 
hold that direction as their own;
3.  Adaptability—the ability of the company to 
know what customers want, and the degree to 
which it can respond to external forces and de-
mands;
4.  Consistency—the company’s systems and pro-
cesses that support effi ciency and effectiveness 
in reaching goals” (Fisher, 2000, 46).
4.   Cultural Characteristics and 
 Organisational Performance
Denison and Mishra (1995) showed that four di-
fferent cultural traits were related to several criteria 
of effectiveness. Revenue growth and market share 
(both externally oriented performance measures) are 
2 Source: Deninson & Nenle (1996).
Graphic 1. The Denison Organisational Culture Model2
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supported by the externally oriented cultural traits of 
mission and adaptability. Quality and employee sa-
tisfaction (internally oriented performance measures) 
are supported by the internally oriented culture traits 
of involvement and consistency. Innovation (a per-
formance measure related to fl exibility) is supported 
by the fl exibility-enhancing culture traits of involve-
ment and adaptability. The performance measure of 
profi tability is supported by strength in all four cultu-
ral areas. (Fisher, 2000, 47, 48). Table 1 summarises 
the impact of culture in the critical variables of orga-
nisational performance.
5.  Studies on Denison Model and 
 Survey around the World
Although developed fi rst in the United States, the 
Denison model and survey have been applied in 
some studies around the relationship between orga-
nisational culture and performance within different 
countries and regions of the world (Mobley, W. H., 
Wang, L., Fang, K., 2005; Denison, D.R, Haaland, 
S., Goelzer, P., 2003; Fey, C., Denison, D. R. 2003; 
Denison, D.R, Haaland, S., Goelzer, P., 2003). A 
comparison with Colombian results is not the pur-
pose of this article. Nevertheless, it is important to 
recognise the global reach of the Denison model and 
survey and their potential for future cross-cultural or-
ganisational research endeavors.
6. Studies about Organisational 
 Culture in Colombia
According to Dávila and others (2000) research on 
organisational culture are scarce and recent. In their 
study, this author and his associates tried to identi-
fy and interpret business innovation in relation with 
regional, entrepreneurial and organisational cultures, 
as a process relevant for competitiveness and as a le-
verage point for policy formulation and knowledge of 
regional cultures of the country. Dávila also mention 
six more research efforts about the subject (Savage, 
Lombard, 1985; Archila, 1991; Weiss, 1997; Ferro, 
1994; Villaveces, 1998; Ogliastri, 1998). The fi rst fi ve 
works belong to the ethnographic tradition and their 
fi ndings are limited to the organisations where the 
respective case studies were done. Other studies also 
mention the subject of organisational or corporati-
ve culture (Delgado, Forero, 2004; Anzola (without 
date; Méndez, 2003).
The text of Ogliastri was part of the GLOBE project, 
a large-scale research effort on international manage-
ment. This research project addressed the culture of 
particular countries, and leadership qualities within 
those countries. According to Ogliastri, the research 
results for Colombia point to a highly elitist and co-
llectivist culture. Around the world, the average of 
the managers included in the Globe survey favored 
these “modern” values: performance orientation; fu-
Table 1. Impact of Culture in the Critical Variables of Organisational Performance.3
Profi tability/Return on 
Assets
Revenue Growth/
Sales Growth
Market Share Innovation Quality of Products 
and Services
Employee Satisfaction
Supported by Supported by Supported by Supported by Supported by Supported by
Mission Mission Mission – –  [Mission]
Involvement – –
Involvement Involvement Involvement
Adaptability Adaptability Adaptability Adaptability – [Adaptability]
Consistency – – – Consistency Consistency
3  Source: Denison, D.R., & Neale, W.S. (1996). 
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tu re orientation; humanitarianism; collectivism; equa-
lity and non-assertiveness. These “universal” values 
are given fuller expression within Colombian orga-
nisations than within society, due to the fact that the 
former make up a subculture whose values are more 
modern and international. 
The works of Ogliastri and Méndez are the more rela-
ted to the subject of this article. The fi rst one introdu-
ces the study of values as the core of organisational 
leadership and culture. However, the Denison model 
of organisational culture, although recognises the im-
portance of values on directing organisational beha-
viour, centers the study of organisational culture on 
the identifi cation and assessment of specifi c behavio-
ural patterns or practices grouped together around 
cultural indexes and traits. On the other hand, the 
work of Mendez formulates a methodology to des-
cribe the corporate culture of an organisation but 
does not articulates organizational culture with spe-
cifi c performance indicators as the Denison model 
does. Finally, in reviewing the available literature no 
references were found in regard to studies done in 
Colombia using the Denison model and survey.
7. Methodology
In the research project that sustains this paper the 
Denison Organisational Culture Survey (DOCS) 
made by 73 closed questions was applied in 66 orga-
nisations from a variety of economic sectors located 
in Bogotá, Colombia. 3338 individual surveys cons-
tituted the data base.4 The participant organisations 
accepted voluntarily to be included in the sample. 
The only selection criteria were to be located in Bo-
gotá and the legal incorporation. 
The Denison Organisational Culture Survey was cho-
sen for the study because of its instrumental capaci-
ty to generate a systemic description and a direct, 
comprehensible analysis of the organisational culture 
by means of the assessment of behaviour patterns 
associated with performance.5 
The DOCS measured 12 indices of organisational cul-
ture using 5 questions each for a total of 60 questio-
ns. All item assessments used a fi ve-point Likert scale 
with response categories ranging from strongly disa-
gree to strongly agree. These 12 indices were used to 
measure the four main cultural traits defi ned by the 
model—involvement, consistency, adaptability, and 
mission. The survey also assessed employees’ percep-
tions of organisational performan ce on variables in-
cluding: sales growth, market share, profi tability, qua-
lity of products and services, employee satisfaction, 
and overall performance. All perception assessments 
used a fi ve-point Likert scale with response catego-
ries ranging from low performer to high performer. All 
measures were aggregated to the organisational level 
for this analysis. Once the data were tabulated, the 
mean scores for characteristics, indexes, items and 
performance indicators were obtained. Afterwards, 
the correlations between the aggregated traits and in-
dexes mean scores and the aggregated performance 
indicators mean scores were calculated. 
8. Exposition, Analysis and Discussion 
of Research Results
8.1. Performance Profi les of the Organisations 
Studied
The mean scores of all indicators for organisations 
of higher performance were signifi cantly higher than 
those for organisations of lower performance. Quality 
of products or services appeared to be the strongest 
performance indicator for both higher and lower per-
formance organisations. New product development 
(innovation) obtained the second position for orga-
nisations of higher performance, whereas employee 
satisfaction was second for organisations of lower 
performance. Both types of organisations seemed to 
4 The sample size assumes a 95% confi dence level and an n error margin of 5 points. Teams of students applied the survey and tabu-
lated the data. Afterwards, student research assistants prepared the aggregated data base for the total sample of organisations.
5 A set of different language versions of DOCS (Denison Organisational Culture Survey) can be found in the respective link (online 
demos) in www.denisonconsulting.com. For this study the offi cial Spanish version posted in that web page was used. sonconsulting.
com. For this study the offi cial Spanish version posted in that web page was used. 
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have undertaken great efforts for improving quality, 
obviously with different results. In the case of higher 
performance organisations, the mean score of new 
product development (innovation) was an especially 
critical indicator of appreciable readiness for compe-
titiveness in the context of globalisation. Employee 
satisfaction was the weakest indicator for higher per-
formance organisations. Although the mean score is 
acceptable, this indicator should be improved becau-
se of its equal importance for organisational compe-
titiveness. 
8.2. Cultural Profi les of the Organisations of 
Lower Performance
8.2.1. Cultural Characteristics and Dimensions
The next graphic summarizes the aggregated mean 
scores of the four cultural characteristics and the four 
dimensions for the 10 organisations of lower perfor-
mance. The mean score for each characteristic was 
built from the mean scores of its respective indexes. 
In the case of dimensions, the mean scores were built 
from the two respective characteristics that support 
each one of them.
Involvement appears to be the strongest cultural trait 
followed by mission. In general, there is a balance 
between the four cultural dimensions of fl exibility, 
stability, external focus and internal focus.
PERFORMANCE MEAN SCORES
LOWER PERFORMANCE 
ORGANISATIONS(10)
HIGHER PERFORMANCE 
ORGANISATIONS(10)
TOTAL SAMPLE(66)
1. Sales / Revenue Growth 3,08 3,93 3,72
2. Market Share 3,02 3,90 3,62
3. Profi tability / ROA 3,05 3,92 3,67
4. Quality of Products or Services 3,45 4,11 3,89
5. New Product Development (Innovation) 3,16 3,96 3,64
6. Employee Satisfaction 3,25 3,79 3,62
7. Overall Organisation Performance 3,17 4,20 3,88
Table 2. Performance Profi les for the Organisations Studied
External Focus
3,35
ADAPTABILITY MISSION
3,32 3,39
Flexibility Beliefs and Stability
3,38 Assumptions 3,37
INVOLVEMENT CONSISTENCY
3,44 3,35
Internal Focus
3,40
Graphic 2. Cultural Traits and Dimensions of the 10 Organisations of Lower Performance
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8.2.2. Cultural Characteristics and Indexes
The next table summarizes the aggregated mean sco-
res of the four cultural traits and their respective in-
dexes for the 10 organisations of lower performance. 
Table 3. Cultural Traits and Indexes of the 10 Organisations of Lower Performance
CULTURAL TRAIT MEAN SCORES 
INVOLVEMENT 3,44 Higher
CONSISTENCY 3,35 –
ADAPTABILITY 3,32 Lower
MISSION 3,39 –
INDEX MEAN SCORES
INVOLVEMENT
1. EMPOWERMENT 3,51 Higher
2. TEAM ORIENTATION 3,46 –
3. CAPABILITY DEVELOPMENT 3,35 Lower
CONSISTENCY
4. CORE VALUES 3,56 Higher
5. AGREEMENT 3,28 –
6. COORDINATION AND INTEGRATION 3,22 Lower
ADAPTABILITY
7. CREATING CHANGE 3,26 Lower
8. CUSTOMER FOCUS 3,26 Lower
9. ORGANISATIONAL LEARNING 3,45 Higher
MISSION
10. STRATEGIG DIRECTION AND INTENT 3,35 –
11. GOALS AND OBJECTIVES 3,47 Higher
12. VISION 3,34 Lower
For this level of analysis, the two indexes of higher 
mean score and the two indexes of lower mean sco-
re were calculated for each one of the four cultural 
traits. The mean score for each index was built from 
the mean scores of its respective items.
The indexes core values and empowerment obtained 
the highest aggregated mean scores. On the contra-
ry, the indexes coordination and integration, crea-
ting change and customer focus obtained the lowest 
aggregated mean scores. 
8.3. Cultural Profi les of the Organisations 
 of Higher Performance
8.3.1.  Cultural Traits and Dimensions
The following graphic summarizes the aggregated 
mean scores of the four cultural traits and the four 
dimensions for the 10 organisations of higher per-
formance. The mean score for each trait was built 
from the mean scores of its respective indexes. In 
the case of dimensions, the mean scores were built 
from the two respective traits that support each one 
of them.
Mission appears to be the strongest cultural charac-
teristic followed by involvement. In general, there 
is a balance between the four cultural dimensions 
of fl exibility, stability, external focus and internal 
 focus.
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External Focus
3,89
ADAPTABILITY MISSION
3,82 3,97
Flexibility Beliefs and Stability
3,85 Assumptions 3,89
INVOLVEMENT CONSISTENCY
3,88 3,81
Internal Focus
3,85
Graphic 3. Cultural Traits and Dimensions of the 10 Organisations of Higher Performance
8.3.2.  Cultural Traits and Indexes
The next table summarises the aggregated mean 
scores of the four cultural traits and their respective 
indexes for the 10 organisations of higher perfor-
mance. For this level of analysis, the two indexes 
of higher mean score and the two indexes of lower 
mean score were calculated for each one of the four 
cultural traits. The mean score for each index was 
built from the mean scores of its respective items.
CULTURAL TRAIT MEAN SCORES
INVOLVEMENT 3,88
CONSISTENCY 3,81
ADAPTABILITY 3,82
MISSION 3,97
INDEX MEAN SCORES
INVOLVEMENT
1. EMPOWERMENT 3,94  
2. TEAM ORIENTATION 3,91
3. CAPABILITY DEVELOPMENT 3,78
CONSISTENCY
4. CORE VALUES 3,94  
5. AGREEMENT 3,72
6. COORDINATION AND INTEGRATION 3,78  
ADAPTABILITY
7. CREATING CHANGE 3,76  
8. CUSTOMER FOCUS 3,82
9. ORGANISATIONAL LEARNING 3,88
MISSION
10. STRATEGIG DIRECTION AND INTENT 4,05
11. GOALS AND OBJECTIVES 4,04
12. VISION 3,82
Table 4. Cultural Traits and Indexes of the 10 Organisations of Higher Performance
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The indexes strategic direction and intent and goa-
ls and objectives obtained the highest aggregated 
mean scores. On the contrary, strategic direction and 
intent and goals and objectives obtained the lowest 
aggregated mean scores. 
In summary, the mean scores of all the cultural di-
mensions and traits for organisations of higher per-
formance were signifi cantly higher than those of the 
organisations of lower performance. It was clear that 
organisations of higher scores in performance indi-
cators had also higher scores in the items, indexes, 
traits and dimensions of their cultural profi les. 
8.4. Statistical Analysis of 12 more Important 
Items of Organisational Culture in relation 
with the Overall Performance Indicator
In the fi rst place, the 12 items that showed the more 
signifi cant coeffi cients with their respective indexes 
were chosen. The table 5 depicts those items arran-
ged within their indexes and cultural traits. 
TRAIT INDEX ITEM
Involvement
Empowerment 2. Decisions are usually made at the level where the best information is available.
Team Orientation
10. Work is organized so that each person can see the relationship between his or her 
job and the goals of the organization.
Capability Development 13. There is continuous investment in the skills of employees.
Consistency
Core Values 16. The leaders and managers “practice what they preach.”
Agreement 25. There is a clear agreement about the right way and the wrong way to do things.
Coordination and Integration 30. There is good alignment of goals across levels.
Adaptability
Creating Change 35. Different parts of the organization often cooperate to create change.
Customer Focus 37. Customer input directly infl uences our decisions.
Organisational Learning. 45. We make certain that the “right hand knows what the left hand is doing.”
Mission
Strategic Direction and Intent
47. Our strategy leads other organizations to change the way they compete in the in-
dustry.
Goals and Objectives 55. People understand what needs to be done for us to succeed in the long run.
Vision 59. Our vision creates excitement and motivation for our employees. 
Table 5. 12 more Important Items of Organisational Culture
Afterwards, a correspondence analysis between tho-
se 12 items and the overall performance indicator 
(question 67 in the Denison survey) was undertaken. 
The graphic 4 represent the close relation existing 
between each item or “p” and the perceptions of the 
respondents of the Denison survey about the ove-
rall organisational performance. The closeness exis-
ting between circles and triangles with same num-
bers shows the correspondence in the behaviour of 
each variable or item with the overall organisational 
performance indicator. For instance, the circles ac-
companied with number 2 are in coordinates close 
to those of triangles accompanied with number 2, 
and so forth. 
The table 6 depicts the results of the statistical tests. 
Accordingly, a robust statistical relationship exists 
between the components of organisational cul ture, 
as represented by the 12 items above mentioned, 
and the overall organisational performance indicator 
represented by question 67. 
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Based in 1064 individual surveys
Graphic 4. Correspondence Analysis between the 12 more Important Items and the Overall Performance Indicator
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P2
Pearson chi2(16) = 147.33
Prob > chi2 = 0.0000
P10
Pearson chi2(16) = 160.83
Prob > chi2 = 0.0000
P13
Pearson chi2(16) = 170.28
Prob > chi2 = 0.0000
P16
Pearson chi2(16) = 159.47
Prob > chi2 = 0.0000
P25
Pearson chi2(16) = 138.38
Prob > chi2 = 0.0000
P30
Pearson chi2(16) = 302.99
Prob > chi2 = 0.0000
P35
Pearson chi2(16) = 138.30
Prob > chi2 = 0.0000
P37
Pearson chi2(20) = 200.54
Prob > chi2 = 0.0000
P45
Pearson chi2(16) = 121.86
Prob > chi2 = 0.0000
P47
Pearson chi2(16) = 185.39
Prob > chi2 = 0.0000
P55
Pearson chi2(16) = 191.64
Prob > chi2 = 0.0000
P59
Pearson chi2(16) = 216.74
Prob > chi2 = 0.0000
Based in 1064 individual surveys 
Table 6. Correspondence Analysis between Chosen Items and Overall Organisational Performance Indicator 
Finally, in order to jointly examine the relationship 
between organisational culture and the overall orga-
nisational performance indicator an ordinate probit 
model was run in accord with the correspondence 
analysis. Question 67 was taken again to review the 
relationship existing between the perceptions of ove-
rall organisational performance and the 12 represen-
tative items of the indexes of organisational culture. 
Additionally, a dummy variable was employed to 
differentiate the organisations with higher perfor-
mance. The table 7 shows the results of the ordinate 
probit model test. 
Item Coeffi cient.
Standard. 
Error.
2. Decisions are usually made at the level where the best information is available. .0795691* .0419914
10. Work is organised so that each person can see the relationship between his or her job and the goals 
of the organisation.
.0518516 .0435748
13. There is continuous investment in the skills of employees. .0466875 .0402724
 16. The leaders and managers “practice what they preach.” .1625918* .0373339
25. There is a clear agreement about the right way and the wrong way to do things. -.0406287 .0448262
30. There is good alignment of goals across levels. .0978895 .0427443
35. Different parts of the organisation often cooperate to create change. .0025892* .0457743
37. Customer input directly infl uences our decisions. .0784353 .0412865
45. We make certain that the “right hand knows what the left hand is doing.” .0192813 .0409003
47. Our strategy leads other organisations to change the way they compete in the industry. .0226925 .03981
55. People understand what needs to be done for us to succeed in the long run. .0827967* .0437393
59. Our vision creates excitement and motivation for our employees. .0687152** .0423951
Overall organisational performance indicator 1,27* .0887606
* 5% signifi cance
**10% signifi cance
Table 7. Ordinate Probit Model Test between Chosen Items and Overall Organisational Performance Indicator 
To specify the ordinate probit model all the 12 ite-
ms were included. Coeffi cients higher than zero were 
found. Five of them obtained a statistical signifi cance 
lesser than 10%. In summary, through the Chi -squa-
re test the relationship existing between organisatio-
nal culture, as represented by a sample of 12 items 
out of a total of 60, and the overall organisational 
performance was statistically supported. Moreover, 
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the dummy variable named performance allows 
affi rming with a 95% probability that the existence 
of differences in organisational culture between the 
two groups of organizations examined explains the 
higher performance of one of them. 
9.  Conclusions
The precedent exposition, analysis and discussion de-
monstrated how the Denison Organisational Culture 
Survey facilitated the measurement and evaluation 
of the behaviour patterns that expressed the cultural 
traits present in a sample of 66 organisations loca-
ted in Bogotá. Additionally, the survey allowed the 
comparison of the cultural profi les of organisations of 
higher and lower performance profi les chosen from 
that sample. In this regard, the research results clearly 
signaled how the robustness of cultural profi les was 
associated with better perceptions of performance by 
the organisational members. More balanced organi-
sational culture profi les were articulated with higher 
organisational performance. In this regard, the sta-
tistical analysis supported how differences in organi-
zational profi les could explain differences in overall 
organisational performance as inferred from the per-
ceptions of respondents of the Denison Organisatio-
nal Culture Survey. 
Finally, as proposed by the Denison model, the re-
search results showed how culture could have a 
valuable impact on the organisational bottom line. 
Culture could be a controllable aspect of any orga-
nisation that can improve profi tability, sales growth, 
market share, product quality, innovation, employee 
satisfaction and overall performance. In managerial 
terms, the development of culture today can improve 
performance tomorrow for organisations in Colom-
bia and elsewhere. Organisational culture can a key 
lever for driving organisational change aimed to the 
betterment of performance. 
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